This study attempted to investigate the instrumentality and generalizability of public service motivation (PSM) instrument developed by Perry (1996) in Nepali context. It also examined the interactive effect of perceptions of organizational politics (POP) and different dimensions of PSM on Nepali civil service employees' organizational commitment. Cross-sectional survey questionnaire was used to collect the data. Four hundred and forty-three employees from 10 ministries and their associated departments, regional offices, and district level offices participated in the survey. Exploratory factor analysis and confirmatory factor analysis were conducted to check the dimensionality of PSM instrument. Interactive effects of different dimensions of PSM and POP on organizational commitment were tested using hierarchical moderated multiple regression analysis. The results revealed that PSM exists in Nepali context but all the dimensions are not reproduced. POP moderated the relationship between self-sacrifice dimension of PSM and employees' organizational commitment. The implications and directions for future research are discussed.
Introduction
In modern societies, high quality public service is vital, and there have been continuous efforts in the discipline of public administration to find the ways to improve the performance of the public service (Hondeghem & Perry, 2009) . Despite these efforts, general public perceive that the government employees do not work or work very little and are less productive than their private sector counterparts (Volcker, 1989 , as cited in Frank & Lewis, 2004) . Even in Nepali civil service, Shakya (2009) opined that "it has increasingly become dysfunctional, fragmented, poorly organized, and incapable of performing at a level acceptable to the public" (p. 89). If Nepali bureaucracy has become dysfunctional to such an extent, then the question arises: Are the Nepali civil service employees, while choosing a career in the civil service, aware of the ethos of public service or are there other factors that negatively affect them to give their best at their jobs?
Over a period of more than seven decades, numerous scholars have conducted extensive research on various aspects of employee motivation (Rafikul & Ismail, 2008) . However, there is no unifying theory of work motivation to account for the wide range of behavior found in the workplace (Frank & Lewis, 2004) . In the past two decades, many researchers have tried to explain employee motivation in the public sector and have made significant contributions to this field. One such contribution was made by Perry and Wise (1990) , who coined the term "Public Service Motivation" (PSM). PSM assumes that bureaucrats are characterized by an ethic to serve the public and act out of commitment to common good, rather than mere self-interest (Houston, 2006) .
In 1996, Perry developed a scale to measure PSM of an individual. After the development of this scale, several scholars have empirically examined the relationships between PSM and employee outcomes such as job satisfaction, organizational commitment, and individual performance. However, the results of these studies do not provide consistent relationships between PSM and these outcomes. For example, Naff and Crum's (1999) study found that public employees' PSM is related to their job satisfaction and turnover intentions. On the other hand, Moynihan and Pandey (2007) suggested that PSM may not have a positive influence on these attitudes and behaviors in all public organizations (Bright, 2008) . These inconsistent findings suggest that the relationships could be mediated or moderated by some other variables. There could be several variables that moderate or mediate those relationships. Among them, one of the important variables that can have significant influence on the relationships between PSM and job attitudes could be employees' perceptions of organizational politics (POP) which have been empirically found to have dysfunctional organizational outcomes such as turnover intentions and job stress (e.g., Poon, 2003) and reduced job satisfaction, job involvement, and organizational commitment (e.g., Shrestha, 2012) .
Scholars have also attempted to examine the generalizability of Perry's (1996) PSM scale in a nonWestern context (e.g., Liu, Tang, & Zhu, 2008 ) the findings of which suggested that PSM does exist in non-Western context, but Perry's (1996) scale is not generalizable. Therefore, it is imperative to know whether PSM observed in the West exist in Nepal. At the same time, it is equally pertinent to investigate in Nepali civil service, which has not been able to perform as per the expectations of general public, whether it lacks PSM or there are other intervening factors that dampen the positive influence of PSM on employees' organizational commitment.
This study first examines the generalizability of PSM construct in Nepali context. It then investigates the relationships between different dimensions of PSM and employees' organizational commitment and examines the interactive effects of different dimensions of PSM and POP on organizational commitment.
reason for one individual choosing public sector employment may not be the same for another individual to work in the public sector (Bright, 2005) . Houston (2000) argues that public administrators are characterized by an ethic to serve the public and are motivated by a concern for the community and a desire to serve the public interest. To capture the distinction between the public and private sector employees on their motivation, Perry and Wise (1990) proposed a construct PSM which they defined as "an individual's predisposition to respond to motives grounded primarily or uniquely in public organizations and institutions" (p. 368). Perry and Wise (1990) argue that there are three specific motives-rational, norm-based, and affective motives activated specifically by the features of public institutions. Rational motives are grounded in individual utility maximization, norm-based are grounded in a desire to serve the public interest, and the affective motives are grounded in human emotion (Kim, 2011) .
Even after Perry and Wise's (1990) conceptualization of PSM, it was not possible to empirically examine the influence of PSM on employee outcomes in the absence of an acceptable instrument to measure employees' level of PSM. To address this difficulty, Perry (1996) developed a measurement scale comprising four dimensions, namely, self-sacrifice, compassion, commitment to public interest, and attraction to public policymaking, which measures PSM in individuals. After the development of this measure, many scholars (e.g., Coursey & Pandey, 2007; Liu et al., 2008) have examined the instrumentality and generalizability of this instrument in different countries, cultures, and contexts. Coursey and Pandey (2007) , while testing a three-dimension shortened instrument for PSM excluding self-sacrifice dimension, found strong support for a three-dimension and 10-item scale. Coursey, Perry, Brudney, and Littlepage (2008) tested the validity and reliability of Perry's (1996) scale including selfsacrifice but excluding public policymaking owing to its little relevance in the sample of their study. The results of their study also provided further support for Perry's (1996) scale. Liu et al.'s (2008) study in China also found support for the existence of PSM, but it could not confirm the existence of compassion dimension. In addition to these studies, several other scholars have also attempted to test the dimensionality of PSM scale. All studies have found support for multidimensionality of PSM construct but there is still no consensus among researchers whether PSM is a three-or fourdimensional construct. However, public administration scholars are convinced that Perry and Wise (1990) and Perry (1996) provided a convincing definition of PSM and a measure that could be used to evaluate employees' level of PSM and examine the linkages between PSM and other concepts such as job satisfaction, work performance, and employment sector (Bright, 2007) .
Perceptions of Organizational Politics (POP)
The increased interest of organizational scholars in organizational politics from early 1960s resulted in numerous definitions of it as they viewed it from different perspectives. Gandz and Murray (1980) suggested that organizational politics is a subjective state in which organizational members perceive themselves or others as intentionally seeking selfish ends in an organizational context when such ends are opposed to those of others. More recent studies, on the other hand, suggested that it should be regarded as pervasive and necessary for normal business functioning, and a simple fact of organizational life (Miller, Rutherford, & Kolodinsky, 2008) .
POP involve an individual's attribution to behaviors of self-serving intent and is defined as an individual's subjective evaluation about the extent to which the work environment is characterized by coworkers and supervisors who demonstrate such self-serving behavior (Ferris, Harrell-Cook, & Dulebohn, 2000) .
After the proposition of Ferris, Russ, and Fandt's (1989) POP model and development of measurement scales by Kacmar and Ferris (1991) , numerous scholars have investigated the antecedents and outcomes of POP and it has been well established in organizational literature that POP have negative impact on employee outcomes. Mowday, Steers, and Porter (1979) defined organizational commitment as the relative strength of an individual's identification with and involvement in a particular organization, which is characterized by belief in and acceptance of organizational goals and values, willingness to exert effort on behalf of the organization, and a desire to maintain membership in the organization. (p. 27) Blau and Boal (1987) characterized it as a state in which an employee identifies with a particular organization and its goals, and he/she wishes to maintain membership in the organization in order to facilitate its goals. Meyer and Allen (1984) proposed that organizational commitment has two distinct componentsaffective commitment and continuance commitment. According to these authors, affective commitment refers to an emotional attachment to, identification with, and involvement in the organization, whereas continuance commitment denotes the perceived costs associated with leaving the organization. Later in 1991, Meyer and Allen suggested a third component of organizational commitment, normative commitment, which concerns a feeling of (moral) obligation to remain in the organization (Falkenburg & Schyns, 2007) .
Organizational Commitment

The Relationship between PSM and Organizational Commitment
Scant studies carried out in different countries generally suggest a positive relationship between PSM and organizational commitment. According to Liu et al. (2008) , several scholars (e.g., Camilleri, 2007; Crewson, 1997) have found positive relationship between PSM and organizational commitment. Cerase and Farinella's (2009) study has also revealed a positive relationship between two dimensions of PSM (altruism and bureaucratic governance) and organizational commitment. Ritz (2009) found positive relationships between two dimensions of PSM (attraction to public policymaking and commitment to the public interest) and employees' affective commitment. Xiaohua (2008) found a positive relationship between PSM and organizational commitment of Chinese government employees. On the basis of the research evidences described above, we hypothesize the following:
Hypothesis 1a: There is a significant positive relationship between the self-sacrifice dimension of PSM and employees' organizational commitment. Hypothesis 1b: There is a significant positive relationship between the compassion dimension of PSM and employees' organizational commitment. Hypothesis 1c: There is a significant positive relationship between the commitment to public interest dimension of PSM and employees' organizational commitment. Hypothesis 1d: There is a significant positive relationship between the public policymaking dimension of PSM and employees' organizational commitment.
The Relationship between POP and Organizational Commitment
Most of the studies examining the relationships between POP and attitudinal outcomes have consistently suggested negative relationship between POP and organizational commitment (e.g., Drory, 1993; Shrestha, 2012) . However, in contrary to these findings, some studies found positive relationship whereas some found no relationship at all between POP and commitment (Miller et al., 2008) . Therefore, we propose:
Hypothesis 2: Employees' POP are negatively related to their organizational commitment.
The Relationship between PSM, POP, and Organizational Commitment
In the past two decades, attempts have been made to investigate the relationships between PSM and organizational commitment and POP and organizational commitment. However, no studies have attempted to examine the interactive effect of PSM and POP on organizational commitment. As previous studies have found positive relationship between PSM and organizational commitment and a negative relationship between POP and organizational commitment, it can be argued that POP negatively affect employees' PSM and organizational commitment. Therefore, we hypothesize the following:
Hypothesis 3: Employees' POP moderate the relationships between four dimensions of PSM and organizational commitment.
Methods
Population and Sample
The population of this study included employees working in Nepali civil service. Government of Nepal has 26 ministries which can be broadly classified into four different categories based on their roles and responsibilities. These four categories include the ministries related to (i) development sector, (ii) social sector, (iii) finance and economic sector, and (iv) energy and science and technology sector. For this study, three ministries each from the first two sectors and two ministries each from remaining three sectors were randomly selected. From each ministry, 100 employees were selected (50 employees from ministry and central level offices and 50 employees from regional and district level offices) to create a diverse sample of participants who represent a broad range of governmental occupations. Out of 1,000 employees selected, 443 responded to the questionnaire with 396 usable responses.
Measures
PSM was assessed by using Perry's (1996) 24-item scale. POP were assessed using nine items of perceptions of organizational politics scale (POPS) developed by Kacmar and Carlson (1997) . Organizational commitment was measured by using 6-item revised affective commitment scale developed by Meyer and Allen (1997) .
Responses for the items were captured in a 7-point Likert type scale (1 = strongly disagree to 7 = strongly agree).
Results
Exploratory Factor Analysis (EFA)
To confirm the existence of PSM in the present sample, EFAs were conducted on each dimension of PSM. Latent root criterion as well as screen test criterion was employed to determine the number of factors to be extracted. While evaluating each dimension on latent root criterion, it was found that except in the case of compassion dimension which had three factors with eigen value greater than one, all other dimensions had only one factor that had eigen value greater than one. The scree plots (see Figure 1 ) also indicated a three-factor solution for compassion dimension, whereas other dimensions resulted in a single factor. 
Confirmatory Factor Analysis (CFA) and Reliability Analysis
CFAs were conducted on the items of each measure to check whether the data from this study result in the same factor structures or there is a need to drop any item(s) of the measures. To make decision on whether to retain or remove the item, first, CFA was conducted for all the instruments used in the study.
Reliabilities of all instruments were also assessed by calculating Cronbach alpha. If any item(s) of the instrument did not load on the intended factor (factor loading below 0.30), then the item(s) were dropped and again CFA were conducted and reliabilities were assessed. If the fit indices of any instrument after deleting the item(s) improved and reliability increased, then the item(s) were dropped from the instrument. From CFA, it was found that all items of self-sacrifice dimension of PSM scale had factor loadings greater than 0.30. Fit statistics (see Table 1 ) suggested a good fit to data and the value of Cronbach alpha (0.814) indicated that the measure is reliable enough to capture the intended dimension. One item each of commitment to public interest, POPS, and organizational commitment scale had factor loadings below 0.30. Examination of the fit indices of each scale before and after deleting the items revealed that fit indices improved after item deletion. At the same time, the values of Cronbach alphas also increased. In the case of public policymaking dimension, the value of Cronbach alpha was 0.549 and all items had factor loadings greater than 0.30. The model was found to be saturated and there was a perfect fit to data.
Therefore, all the items of this scale were retained. Further analyses were carried out with the scales comprising of items having factor loading greater than 0.30.
The fit statistics and value of Cronbach alpha of the each individual scale before and after item deletion are presented in Table 1 . Table 2 presents means (M), standard deviation (SD), and correlation coefficients of the research variables. Correlation matrix shows that three dimensions of PSM have significant positive relationships with organizational commitment and significant negative relationship with POP. It also shows significant negative relationship between POP and organizational commitment. 
Descriptive Statistics and Correlation Matrix
Multivariate Analyses: Regressions and Interactions
Hierarchical regression analyses were employed to examine the hypothesized relationships between different study variables. Age, gender, position, educational qualifications, and year of service were used as control variables as previous studies (e.g., Bright, 2005) have revealed that there is significant difference in the level of PSM based on demographic factors.
Regression results (see Table 3 ) indicated that self-sacrifice, commitment to public interest, and attraction to public policymaking dimensions of PSM have significant influence on employees' organizational commitment after controlling the demographic factors (F = 6.35, p < 0.001, ∆R 2 = 0.145). Regression analysis to examine the relationship between POP and organizational commitment (see Table 4 ) revealed that POP have significant negative influence on organizational commitment after controlling the demographic factors (F = 7.83, p < 0.001, ∆R 2 = 0.124). Hierarchical moderated multiple regression analyses were used to test the moderating effect of POP on three dimensions of PSM and employees' organizational commitment controlling employees' demographic factors. Results of moderated hierarchical regression analyses are shown in Tables  5, 6 , and 7. Step 1 Step 2 Step 3 Step 4 Step 1 Step 2 Step 3 Step 4 Step 2 Step 3 Step 4 Moderated multiple regression results indicate that interaction term POP × self-sacrifice is significant (see Table 5 ), whereas the interaction terms POP × public interest and POP × attraction to public policymaking are not significant (see Tables 6 and 7) . These results reveal that POP moderate the relationship between self-sacrifice and organizational commitment only. This interactive effect is further illustrated in Figure 2 . 
Hypotheses Testing
Hypotheses 1a, 1b, 1c, and 1d stated that four dimensions of PSM are positively related to employees' organizational commitment. Regression results revealed that self-sacrifice, commitment to public interest, and attraction to policymaking dimensions are significantly positively related to organizational commitment supporting Hypotheses 1a, 1c, and 1d. Hypothesis 1b was not tested since the data did not support the existence of compassion dimension. Hypothesis 2 stated that POP are negatively related with organizational commitment. Regression results (see Table 2 ) revealed that the beta coefficient of POP is negative and significant (β = −0.358, p < 0.001) showing support for hypothesis 2. Hypothesis 3 stated that POP moderate the relationship between individual dimensions of PSM and organizational commitment. Moderated multiple regression results (see Tables 5, 6 , and 7) revealed that POP moderate the relationship between self-sacrifice and organizational commitment only, indicating partial support for Hypothesis 3.
Discussion
The findings of the present study revealed that PSM does exist in Nepali context but its four dimensions put forward by Perry (1996) are not neatly reproduced. Although this finding restricts its generalizability, it is consistent with the findings of the study by Liu et al. (2008) which investigated the generalizability of Perry's (1996) original scale in Chinese context. Several studies carried out in different countries using Perry's (1996) 24-item scale have not found the presence of all four dimensions of PSM. These inconsistent findings can be attributed to the cultural differences of study settings since the original scale was developed from the US sample. Perry, Hondeghem, and Wise (2010) raised two important questions-whether the four dimensions of Perry's (1996) instrument are correctly specified; and whether there is a need to expand or modify the dimensions to accommodate research in non-US settings. The findings of this study suggest that this instrument developed in the US context need to be modified in a non-US context. The findings also provide evidence for claims made by several scholars (e.g., Vandenabeele & Walle, 2008 ) that PSM and its constituting dimensions are universal only to a certain extent.
Previous studies (e.g., Kim, 2006; Xiaohua, 2008) have shown positive relationship between PSM and organizational commitment. However, these studies did not examine the relationships between individual dimensions of PSM and organizational commitment. On the other hand, study by Ritz (2009) with the sample from Swiss federal government has also found positive relationship between two dimensions of PSM (commitment to public interest and attraction to policymaking) and employees' affective commitment. This study found positive relationship between self-sacrifice, commitment to public interest and attraction to policymaking dimensions of PSM and employees' organizational commitment. These findings suggest that employees who have high levels of self-sacrifice and commitment to public interest and have greater attraction to policymaking are more likely to be committed in civil service.
Consistent with the findings of previous studies (e.g., Shrestha, 2012) , this study found negative relationship between employees' POP and organizational commitment suggesting that employees' who perceive their organizations' atmosphere being more politically charged will be less committed to the organizations.
While investigating the interactive effects of different dimensions of PSM and POP on organizational commitment, only the interactive effect of self-sacrifice dimension of PSM and POP could be confirmed. This finding suggests that even though employees are high on self-sacrifice dimension, if they perceive higher level of organizational politics prevailing in their organization, they will be less committed to their organizations.
Studies examining the interactive effects of different dimensions of PSM and POP on employees' organizational commitment could not be found. But, it can be argued that self-sacrifice might be more susceptible to be influenced by an individual's perceptions of prevalence of politics in his/her work environment. Given the fact that POP have negative influence on an individual's organizational commitment, the interaction of self-sacrifice and POP would also negatively affect employees' organizational commitment.
Contrary to the support for moderating effect of POP on the relationship between self-sacrifice and organizational commitment, present data did not find support for the moderating effect of POP on the relationships between other two dimensions of PSM and organizational commitment. Attraction to policymaking is a rational motive which drives individuals toward it as "way of maximizing their own needs of power and self-importance or to advocate a special interest that would provide personal benefits" (Wright & Pandey, 2005, p. 5) . When an individual is determined to fulfill his/her needs of power and self-importance, and if he/she presumes that these come through commitment to the organization, then he/she will be equally committed to his/her organizations irrespective of the political climate prevailing in the organizations. Similarly, if an employee is predisposed to serve the public interest, a normative foundation for public employment primarily driven by an individual's obligation to the society in which he/she lives, then his/her organizational commitment determined by commitment to public interest is less likely to be affected by his/her POP. These could be the possible reasons for the absence of interactive effect of attraction to policymaking and commitment to public interest and an individual's POP on his/ her organizational commitment.
Implications and Directions for Future Research
It has been well established in literature that employees' commitment has significant positive influence on their performance which in turn results in increased organizational performance. Since employees who perceive less politics in their organizations and those with high level of PSM have been found to be more committed to their organizations, the government organizations can have committed employees if: (i) the government organizations create an organizational environment in which employees perceive prevalence of less politics; (ii) the agencies responsible for recruiting and selecting civil service employees use PSM score for selection decision; and (iii) the government organizations introduce some interventions that help in fostering employees' level of PSM.
Apart from the practical implications explained above, this study has opened up avenues for further research in different frontiers. Compassion dimensions could not be found in the present sample. However, from this finding, it cannot be concluded that Nepali civil services employees lack compassion. There could be several reasons for the suppression of this dimension in the present context. One of the important reasons for this could be that the items developed for capturing compassion in the US context may not be applicable to capture it in Nepali context. Further inquiry with rewording of the items and/or addition or deletion of items will confirm the presence or absence of this dimension in Nepali context.
Despite above average level of PSM and commitment of employees, it is not only the perceptions of general public but also the observation of many scholars (e.g., Shakya, 2009 ) that Nepali civil service is not capable of performing at a level acceptable to the public. Further research is needed to find out how close these perceptions and observations are to reality. If these perceptions and observations are found to be close to reality then the findings of this study suggest that committed employee alone cannot deliver desired outcomes. It necessitates further need to find out what are the other personal, organization related, and environmental factors that negatively affect performance of Nepali civil service.
This study has several limitations. First, questionnaire survey was used to collect the data. In such data, presence of self-report bias cannot be ruled out. Second, one shot administration of the questionnaire may not be effective to capture the attitudinal variables PSM and organizational commitment and perceptual variable POP. The contributions of this study to the existing body of PSM literature should be viewed in light of these limitations.
